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Introduction 

The  Civil  Rights  Bureau  (CRB)  prepares  the  Montana  Department  of  Transportation 
(MDT)  annual  Affirmative  Action  Plan.  The  CRB  is  administratively  assigned  to  the 
Human  Resource  Division;  however,  the  Bureau  has  a  direct  line  of  access  to  the 
Director  and  Administrative  staff  of  the  Agency. 
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The  Bureau  is  staffed  with  a  Bureau  Chief  who  is  responsible  for: 
Agency  wide  Title  VI  program 
Agency  wide  Title  VII  program 
Disadvantaged  Business  Enterprise  (DBE)  program 
American  with  Disabilities  Act  (ADA)  program 
DBE  Supportive  Services  program 

Equal  Opportunity  Employment  (EEO)  contract  compliance 
Labor  Compliance  programs 


The  Bureau  Chief  directly  supervises  the: 
DBE  Program  Manager 
ADA  Program  Manager 
DBE  Supportive  Services  Program  Manager 
EEO/Labor  Compliance  Program  Manager 
Title  Vl/Labor  Compliance  Program  Manager 
Compliance  Technician 


AFFIRMATIVE  ACTION  PLAN -PART  1 


COMPLIANCE  PROCEDURES 

The  FHWA-1392  Report  was  forwarded  to  FHWA  on  3  October  2005.  The  report 
documents  the  tracking  of  minority  and  female  workers  in  the  Operator,  Truck 
Driver,  Carpenter  and  Laborer  Classifications.  For  example,  data  for  2005 
female  operators  is  compared  to  the  average  percentage  of  female  operators 
over  the  recorded  years.  That  information  is  charted  and  graphed  in  this  report. 

The  total  participation  in  all  federal-aid  highway  reportable  classifications  has  a 
nine-year  average  of  1 ,534.  The  total  participation  in  reportable  classifications 
for  the  2004  reporting  year  is  1 ,064.  The  total  federal-aid  highway  construction 
workforce,  in  the  reporting  categories,  is  30%  below  the  average  yearly 
participation  in  the  reportable  classifications.  That  precipitous  decline  in 
participation  parallels  a  five-year  trend  in  fewer  available  federal-aid  highway 
dollars  for  Montana. 

FEMALE  PARTICIPATION 

Female  participation  is  at  or  above  the  nine-year  averages  for  Truck  Driver  and 
Laborer  classifications.  Female  participation  is  5%  below  the  nine-year  average 
in  the  Operator  classification  and  9%  below  the  nine-year  average  in  the 
Carpenter  classification.  The  2005  total  female  participation  was  15%.  That  is 
2%  below  the  nine-year  average  of  1 7%  for  females.  The  Montana  2005  female 
participation  in  the  reportable  trades  continues  at  over  two  times  the  OFCCP 
guideline  of  6.9%. 

MINORITY  PARTICIPATION 

Minority  participation  is  above  the  nine-year  average  in  the  Carpenter,  Operator 
and  Truck  Driver  categories  and  1%  below  the  16%  participation  level  in  the 
Laborer  classification.  Total  minority  participation  is  1%  above  the  nine-year 
average  of  16%  in  2005.  The  2005,  17%  minority  participation  figure  is  above 
the  Montana  minority  average  of  16%  and  is  four  times  higher  than  the  OFCCP 
minority  guideline  of  4.1%. 


ON-THE-JOB-TRAINING 

On-the  Job  Training  tracking  is  continuing  to  be  refined.  OJT  data  collection 
began  in  1999  and  was  first  reported  in  tfie  2003  Affirmative  Action  Plan. 
Improved  data  collection  and  refined  statistical  analysis  indicated  a  67% 
completion  rate  average  in  2003.  The  2004  reporting  year  saw  the  highest 
number  of  trainees  being  placed  (40)  over  the  six  years  data  has  been  collected. 
The  2005  reporting  year  had  an  89%  trainee  completion  rate,  which  is  a  gain  of 
69%  over  the  seven-year  reporting  period.  The  2005  OJT  trainee  composition 
was  31%  female  and  the  minority  participation  level  was  69%. 

OJT  trainee  classification  statistical  data  is  increasingly  difficult  to  extrapolate. 
The  difficulty  arises  out  of  the  demand  from  the  contracting  community  to  employ 
workers  with  multiple  skill  sets.  Workers  with  multiple  skill  sets  are  regarded 
more  desirable  to  contracting  firms  as  contractors  adapt  to  new  project  design 
parameters  and  shorter  completion  times.  Training  program  approval 
progressively  reflects  combination  training  like  Truck  Driver  -  Operator,  Laborer - 
Carpenter.  In  these  instances,  classification  is  assigned  to  the  primary  training 
emphasis. 

In  addition  to  the  difficulty  of  tracking  OJT  by  classification  has  been  the 
continuing  problem  of  not  having  any  baseline  data  about  the  effectiveness  of  the 
program  as  a  whole.  To  that  end,  the  Civil  Rights  Bureau  wrote,  had  approved 
and  will  monitor  a  study  of  the  OJT  Program  by  the  Bureau  of  Business  and 
Economic  Research,  at  The  University  of  Montana.  The  results  of  that  study  are 
estimated  to  be  available  about  1  May  2006  and  will  be  reported  in  the  2007 
MDT  Affirmative  Action  Plan. 
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ACCOMPLISHMENTS 

CONTRACT  COMPLIANCE  REVIEW  ACTIVITIES  OF  CALENDAR  YEAR  2005 

a.  Number  of  reviews  conducted  in  2005  9 

b.  Number  of  contractors  reviewed  9 

c.  Number  of  contractors  found  in  compliance  7 

d.  Number  of  contractors  found  in  non-compliance  2 

e.  Number  of  Show  Cause  notices  issued  2 

f.  Number  of  Show  Cause  notices  rescinded  2 

g.  Number  of  unresolved  Show  Cause  notices  0 

Number  of  follow-up  reviews  conducted  2 

Contractor  and  MDT  field  staff  education  is  the  most  valuable  tool  in  the  CRB- 
EEO  Contract  Compliance  Program.  Educational  opportunities  occur  at  a 
department  annual  training  conference,  an  annual  construction  company  EEO 
Officer  Assembly,  at  pre-bid  conferences,  preconstruction  conferences, 
contractor/project  manager  workshops,  construction  seminars,  compliance 
reviews,  during  problem  resolution  and  in  regular  on-going  communication  with 
contractors  and  MDT  field  staff. 

EEO  complaint  investigation  was  the  featured  topic  at  a  formal  contractor  EEO 
Officer  assembly  training  conducted  in  March  2005.  Thirty-five  EEO  Officers 
from  twenty-eight  contracting  firms  attended  the  four-hour  training  session. 
Additionally,  special  EEO  related  supervisor  training  was  conducted  for  four  large 
contracting  firms. 

CONTRACT  SANCTIONS 

No  EEO  contract  compliance  sanctions  were  implemented  in  2005. 

COMPLAINTS 

One  EEO  complaint  was  received.  The  complaint  involved  an  MDT  employee 
and  was  handled  as  an  internal  complaint.  That  complaint  is  reflected  in  the 
"Complaint"  section  of  the  Internal  part  of  this  report. 


/NwovarrvE  programs 

Action  items  planned  for  calendar  year  2006: 

a.  Provide  an  EEO  Officer  Assembly  with  a  targeted  curriculum. 

b.  Monitor  contract  with  Salish  Kootenai  College  to  provide  operator  and 
truck  driver  training.  Assure  appropriate  training  is  occurring  and  the 
program  is  marketed  to  the  contracting  community. 

c.  Monitor  contract  with  Fort  Peck  Community  College  to  provide  operator  & 
truck  driving  training.  Assure  appropriate  training  is  occurring  and  the 
program  is  marketed  to  the  contracting  community. 

d.  Implement  an  automatic  contractor  EEO  Self-Assessment  mailing. 

e.  Monitor  The  University  of  Montana  study  of  the  OJT  program 
effectiveness. 

CONTRACT  COMPUANCS  REVIEW  ACTIVmES 

The  EEO  compliance  review  goal  for  calendar  year  2006  is  ten  formal  reviews. 
Montana's  compliance  reviews  are  comprehensive.  They  include  a  site  visit; 
labor/EEO  interviews  with  all  contractor  employees  on  the  job  that  particular  day, 
a  review  of  the  personnel  practices  of  the  contracting  firms  and  an  in-depth 
interview  of  both  the  project  superintendent  and  the  prime  contractor's  EEO 
Officer.  Any  noted  deficiencies  are  time-framed  for  correction  and  targeted 
follow-up  inquiries  are  made  for  all  correctable  items. 

EEO  contractor  compliance  selection  criteria  includes  but  is  not  limited  to;  (a) 
unfamiliar  or  questionable  recruitment,  hiring,  subcontracting,  monitoring 
subcontractors'  labor  and/or  employee  practices  and  (b)  history  of  compliance 
reviews  with  a  focus  on  those  contractors  not  having  had  a  review  for  three  or 
more  years.  MDT  will  continue  to  conduct  a  statewide  multi-project  review 
program  targeted  at  "small"  subcontractors  whose  calendar  year  approved 
contracts  have  a  substantial  value. 


INTERNAL  PROGRAM  -  PART  II 

OVERALL  STATUS 

MDT  is  signatory  to  three  bargaining  agreements:  Crafts  Council,  Montana  Public 
Employees  Association  (MPEA)  and  American  Federated  State,  County  and 
Municipal  Employees  (AFSCME).  Vacant  positions  covered  by  these 
agreements  must  be  posted  internally  before  external  publication  can  occur, 
thereby  giving  current  qualified  employees  the  first  opportunity  at  positions.  If 
there  are  no  qualified  internal  applicants,  the  vacancy  announcement  is  posted 
externally  with  State  Job  Services  and  minority/female  referral  sources  including 
tribal  TERO  offices. 

MPEA  supplement  provides  a  preference  for  bargaining  unit  members  for  a 
period  of  up  to  two  years  following  the  date  of  layoff. 

Additionally,  MDT  is  subject  to  the  Montana  Veterans'  Preference  Act  and  the 
Disability  Preference  Act,  and  has  the  option  to  use  the  Montana  State  Employee 
Protection  Act  (RIF).  The  Veterans'  and  Disability  Preference  Act  Preference 
Acts  provide  for  job  preference  for  externally  posted  positions. 

MDT  has  concentrated  on  participating  in  the  work  experience  program.  Twenty 
male  and  female  disadvantaged  individuals  have  worked  at  MDT  acquiring  on 
the  job  experience.  The  program  allows  individuals  the  opportunity  to  gain 
knowledge  and  skills  needed  in  order  to  be  a  qualified  applicant.  Two  have  been 
placed  in  temporary  positions  in  the  last  year  and  a  half. 

CRB  personnel  and  the  District  Human  Resource  Specialists  routinely  meet  with 
identified  minohty  and  female  referral  sources.  The  purpose  of  these  meetings 
ranges  from  recruitment  to  providing  educational  programs.  Following  are  key 
examples  of  some  of  the  public  relations  and  other  civil  rights  related  activities 
occurring  in  the  Districts: 

BILLINGS 

Dee  Dee  Kane  is  the  MDT  Billings  District  Human  Resource  (HR)  Specialist. 
Kane  has  over  fifteen  years  experience  with  MDT  and  five  years  experience  in 
the  position  of  HR  Specialist  in  the  Billings  Office.  Kane  is  responsible  for  all 
Human  Resource  functions  including  recruitment  in  the  Billings  District. 

Kane  serves  on  the  Montana  State  University-Billings  (MSU-B)  Career  Services 
Advisory  Board  (the  Board),  so  Kane  has  effective  use  of  the  MSU-B  student 
jobs  bulletin  board. 

Kane's  service  on  the  Board  has  allowed  her  to  network  with  campus  faculty. 
Kane  has  worked  with  Quentin  Gilham,  Director  of  Multicultural  Student  Services, 
who  has  agreed  to  advertise  and  distribute  MDT  position  postings  through  his 
offices. 


Kane  has  also  worked  with  local  community  action  programs,  such  as  the 
Yellowstone  County  Human  Resources  Development  Council,  to  solicit  and 
employ  workers  and  to  engage  individuals  needing  work  experience  (WEX). 
Three  WEX  individuals  are  working  in  the  MDT  Transportation  Awareness 
Program  (TAP). 

Kane  hosted  an  MDT  booth  at  the  MSU-B  Career  Fair  in  February  2005.  The 
career  fair  was  open  to  students  from  MSU-B  and  MSU  College  of  Technology. 
That  effort  resulted  in  one  application. 

Kane  also  participated  as  an  employer  member  on  a  panel  for  students  at  MSU- 
Billings.  Her  effort  resulted  in  a  follow-up  interview  with  one  individual  interested 
in  the  human  resource  career  field. 

Outreach  by  Kane  to  inquiry  about  positions  at  MDT  and  provided  specific  work 
experience  for  others.  Direct  recruiting  with  organizations  likely  to  yield  female 
and  minority  applicants  continue  alongside  the  outreach  activities. 

Kane  uses  the  MDT  Civil  Rights  Bureau  basic  referral  list  of  organizations  likely 
to  yield  women  and  minority  candidates  to  recruit  for  positions  within  the 
department.  Kane  also  augments  and  annually  updates  the  basic  referral  list  and 
meets  with  representatives  from  the  referring  agencies  to  maintain  current  and 
develop  new  contacts  for  job  referrals. 

Organizations  on  the  Billings  District  "referral  list"  are  mailed  a  posting  for  every 
externally  advertised  position.  Kane  has  also  developed  an  email  distribution  list 
to  expedite  the  notification  process. 

Kane's  efforts  have  led  to  the  hiring  of  one  female  as  a  permanent  Survey  Aide 
and  one  Native  American  female  to  a  temporary  position  as  a  Snow  Plow  Driver. 


BUTTE 


Nancy  Ostle  is  the  MDT  Butte  District  HR  Specialist.  Ostle  has  twenty-five  years 
experience  with  MDT  and  twelve  years  experience  in  the  position  of  HR 
Specialist  in  the  Butte  Office.  Ostle  is  responsible  for  all  Human  Resource 
functions  including  recruitment  in  the  Butte  District. 

Ostle  cooperates  with  Montana  Tech  of  The  University  of  Montana  in  career  fairs. 
Her  activities  at  the  MDT  sponsored  booth  during  the  fairs  resulted  in  pplications 
from  several  students. 

The  Butte  District,  (MDT-Butte)  unlike  the  other  four  MDT  districts,  has  no  Native 
American  Reservation  within  its  district  boundaries.  Ostle's  opportunity  for 
outreach  to  large  centers  of  minority  or  female  workers  is  therefore  more  limited 
than  those  of  the  other  districts. 


Recruitment  of  women  and  minorities  is  primarily  through  vacancy  postings, 
which  specify  that  MDT  is  an  Equal  Opportunity  Employer.  This  resulted  in 
recruitment  of  a  minority  from  an  advertisement  in  a  Bozeman  area  newspaper. 
MDT-Butte  filled  fifteen  permanent  positions  from  internal  temporary  applicants  in 
2005.  No  minority  applicants  were  hired.  Out  of  the  total  successful  applicants, 
four  are  women.    Twelve  permanent  positions  were  filled  from  permanent 
internal  applicants  in  2005.  No  minority  candidates  were  hired  but  female 
candidates  were  16.6%  of  the  total  hired. 

MDT-Butte  filled  77  temporary  positions  with  external  applicants.  Females  were 
5.2%  and  minority  were  6.5%  of  the  total  hired.  Additionally,  recruitment  through 
the  newspaper  led  directly  to  the  hiring  of  one  Native  American  male  and  one 
Hispanic  female  for  Administrative  Clerk  positions  in  the  Bozeman  area. 

GLENDIVE 

Jane  Bos  is  the  MDT  Glendive  District  HR  Specialist.  Bos  has  four  years 
experience  with  MDT  in  the  position  of  HR  Specialist  in  the  Glendive  office.  Bos 
is  responsible  for  all  Human  Resource  functions  including  recruitment  in  the 
Glendive  District. 

Bos  has  established  and  maintained  communication  with  the  Northern  Cheyenne 
Tribal  Employment  Rights  Office  (TERO)  and  Fort  PeckTERO.  She  provides  the 
tribal  TERO's  with  information  about  positions  and  career  opportunities  with  MDT. 

Bos  was  a  presenter  at  the  Wolf  Point  High  School  Career  Fair,  attended  by  High 
school  junior  and  senior  students  from  Wolf  Point  and  surrounding  area  schools. 
Bos  provided  information  to  the  students  about  entry-level  position  requirements, 
school  preparation  needed  to  meet  those  requirements,  and  MDT'S  competitive 
selection  process. 

Bos  posts  all  external  vacancy  announcements  with  Glendive  District  agencies 
identified  as  being  able  to  provide  minority  or  female  applicants.  Specific 
recruiting  is  done  with  the  TERO  offices  of  the  Fort  Peck  and  Northern  Cheyenne 
Tribes.  There  were  three  Native  Americans  hired  MDT-Glendive  hired  three 
Native  American  persons  from  four  specific  recruiting  contacts  with  the  TERO 
offices. 

In  addition  to  posting  vacancy  announcements  with  referral  agencies.  Bos 
specifically  advertises  in  the  Fort  Peck  tribal  newspaper,  the  Wotanin  Wowapi. 

MDT-Glendive  filled  four  permanent  positions  from  external  postings  in  2005. 
There  were  no  successful  minority  applicants  hired,  but  successful  female 
applicants  were  50%  of  the  total  hired.  Additionally,  MDT-  Glendive  hired  32 
persons  from  external  postings  for  temporary  positions,  of  which  6.2%  were 
minority  and  28%  were  female. 

Twelve  internal  applicants  were  hired  to  fill  permanent  positions.  No  minorities 
were  hired  and  female  candidates  were  8.3%  of  the  total  hired. 


GREAT  FALLS 

Cheryl  Winship  is  the  MDT  Great  Falls  District  HR  Specialist.  Winship  has  nine 
years  experience  at  MDT  as  HR  Specialist  in  the  Great  Falls  district  office. 
Winship  is  responsible  for  all  Human  Resource  functions  including  recruitment  in 
the  Great  Falls  District. 

Winship's  represented  MDT  at  the  Montana  State  University  -  Great  Falls, 
Employee  Expo  (career  fair).  She  contacted  a  number  of  minority  students  at  the 
career  fair  and  provided  them  information  about  MDT,  current  positions  available 
and  practice  books  in  Math  and  Basic  Engineering. 

Winship  is  the  employment  contact  person  for  the  Fort  Belknap  Reservation  at 
the  request  of  John  Healy,  Tribal  Planner.  Winship  has  volunteered  to  travel  to 
the  reservation  to  speak  to  interested  persons  about  MDT  employment 
opportunities  and  the  application  process. 

Winship  has  scheduled  visitations  with  the  CRB  Chief,  Vicky  Koch,  to  Great  Falls 
area  referral  sources.  Also  in  the  planning  stage  is  an  informational  conference 
for  referral  sources  about  MDT  career  opportunities,  preparation  for  those 
opportunities  and  the  process  of  applying  for  them. 

Winship  provides  each  referral  source  in  the  Great  Falls  District  a  letter  and  a 
copy  of  position  postings.  Winship  reports  she  had  no  applications  from  any  of 
the  referral  sources  in  the  Great  Falls  District  during  2005. 

MDT-Great  Falls  filled  seventeen  permanent  positions  from  internal  applicants. 
Minorities  were  12%  and  females  were  18%  of  the  total  hired.  Additionally,  MDT- 
Great  Falls  filled  seven  permanent  positions  from  external  applicants,  of  whom 
57%  were  female  and  none  were  minority. 

MDT-Great  Falls  filled  27  temporary  positions  with  external  applicants.  Females 
were  4%  and  minorities  were  18.5%  of  the  total  hired. 

One  potentially  successful  Native  American  female  applicant  withdrew  her  name 
from  consideration. 

MISSOULA 

Bonnie  Sedita  is  the  MDT-Missoula  District  HR  Specialist.  Sedita  has  twenty- 
three  years  experience  at  MDT  and  eighteen  years  experience  as  an  HR 
specialist  in  the  Missoula  district  office.  Sedita  is  responsible  for  all  Human 
Resource  functions  including  recruitment  in  the  Missoula  District. 

Sedita  was  active  in  four  outreach  activities  in  2005.  Sedita  was  a  presenter  at 
career  day  activities  sponsored  by  The  University  of  Montana  and  WORD. 
Sedita  also  worked  successfully  with  the  WORC  program  to  provide  a  work 
experience  opportunity  for  a  disabled  female. 
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Sedita  also  worked  extensively  with  the  Salish  and  Kootenai  Cultural 
Committees,  which  resulted  in  Missoula  District-wide  training  on  the  culture  of  the 
Salish  and  Kootenai  Tribes  taught  by  cultural  committee  members.  Finally, 
Sedita  initiated  contact  with  the  Salish-Kootenai  College  Highway  Construction 
Program  to  provide  MDT  career  information  to  students. 

Sedita  recruited  directly  through  the  following  District  Referral  Sources:  The 
University  of  Montana;  Montana  Job  Service;  Salish-Kootenai  Tribal  and  TERO 
Offices;  BlackfeetTERO;  Flathead  Valley  Community  College;  and  Montana 
PEAKS.  A  workshop  is  also  In  the  planning  stage  for  all  local  referral  sources  to 
provide  information  about  the  US  93  Corridor  Project  employment  opportunities. 

PROGRESS  ON  ACTION  ITEMS  FROM  PREVIOUS  UPDATE 

Action  Item  2005-1 :  Background  -  Applications  from  members  of  minority 
groups  for  externally  advertised  positions  have  continued  to  diminish  over  the 
past  five  years  which  has  resulted  in  few  minority  group  persons,  particularly 
Native  Americans,  entering  MDT's  workforce.  Some  Districts/Divisions  have 
managed  to  retain  minority  group  workers  while  others  have  not. 

Action  Taken: 

1 .  Review  of  District-by-District  labor  force  data  revealed  that  the  only 
District  at  parity  is  the  Butte  district.  Butte  District  has  no  reservations  and 
virtually  no  minority  population. 

2.  Due  to  an  unusually  heavy  workload,  administrative  staff  changes  and 
other  unexpected  circumstances  action  item  2  was  not  accomplished. 
They  will  be  moved  forward  to  the  2005-2006  AAP 

3.  See  item  2  above. 

4.  With  the  election  of  a  new  Governor  and  administrative  staff,  the 
subcommittee  on  Native  American  issues  was  disbanded.  The  new 
Governor  has  taken  a  significantly  different  approach  than  his 
predecessors  and  has  been  successful  in  implementing  far-reaching 
initiatives  that  have  included  appointment  of  Native  Americans  to 
executive  positions  throughout  State  government.  As  the  Governor's 
initiatives  progress,  relationships  in  "Indian  Country"  are  expected  to 
improve  resulting  in  more  Native  American  employment  throughout  State 
government. 

5.  Applicant  flow  data  was  incomplete  relative  to  this  action  item; 
however,  it  does  not  appear  Veterans'  Preference  is  having  any  kind  of 
severe  impact  on  minority  or  female  hiring. 
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COMPLAINTS  FILED  DURING  2005 


COMPLAINT 

BASIS 

FINDING 

INVESTIGATING 
AGENCY 

MDT  05-01 

Sex  Harassment 

No  Cause 

MDT 

MDT  05-02 

Disability 

Withdrew 

MDT 

MDT  05-03 

Different 
Treatment 

Withdrew 

MDT 

MDT  05-04 

Disability 

No  Cause 

HRB* 

MDT  05-05 

Sex  Harassment 

No  Cause 

HRB 

MDT  05-06 

Disability 

Cause 

MDT 

MDT  05-07 

Age 

Pending 

HRB 

MDT  05-08 

Age/  Disability 

No  Cause 

MDT 

*HRB  -  Human  Rights  Bureau 

Information  relative  to  the  race  or  gender  of  each  complainant  as  well  as  the  location  has 
not  been  included  in  this  report  to  further  protect  confidential  issues.  The  information  is 

available  in  the  CRB. 
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INTERNAL  APPLICANT  FLOW -2005 

In  order  for  upgrades  to  occur,  vacant  positions  are  posted  and  internal 
employees  apply.  Career  ladders  are  available  in  some  positions. 

The  internal  applicant  flow  analysis  indicates  389  males  applied  for  positions 
compared  to  1 04  females.  In  all  instances  when  females  applied  for  positions, 
they  were  hired  in  a  greater  ratio  than  male  applicants. 

There  were  19  Native  American  applicants.  Preliminary  statistical  analysis 
indicated  that  there  might  have  been  adverse  impact  in  the  Technician  and 
Skilled  Craft  categories.  Review  of  the  selection  processes  indicated  that  Native 
American  applicants  either  did  not  show  up  for  the  testing  process  or  failed  at 
some  stage  in  the  testing  process.  Review  of  testing  instruments  and  scoring 
indicated  all  tests  were  job  related  and  the  process  scoring  was  correct.  A  closer 
review  of  the  testing  criteria  indicated  all  tests  were  job  related  and  did  not 
contain  artificial  barriers  for  Native  American  applicants. 

NOTE:    Because  of  Oracle  upgrades,  the  database  holding  applicant  flow  data 
was  corrupted.  MDT  did  not  become  aware  of  the  database  failure  until  final 
reports  were  being  prepared  for  the  2005-2006  Affirmative  Action  Plan.  MDT  is 
not  certain  that  applicant  flow  statistics  are  100%  accurate  for  this  report. 

Review  of  applicant  flow  data  for  the  previous  two  years  indicated  similar  patterns 
in  the  number  of  minority/female  applicants  and  failures. 

MDT  is  currently  testing  a  new  database  and  it  is  anticipated  that  this  software 
will  be  acceptable,  thereby  providing  accurate  information  for  the  2006-2007  AAP. 
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MONTANA  DEPARTMENT  OF  TRANSPORTATION 

Civil  Rights  Bureau 

01-Jan-05      through      30-Nov-05 

Agency  Wide     Internal     All  Divisions 


EEO 
CATEGORY 

TOTAL 

CAUCASIAN 

NATIVE 
AMERICAN 

H 

ASIAN 

BLACK 

UN 
KWN 

OTVItH 

M 

F 

KWN  1 

0FRCALS/ADMINS7RAT0RS                                                                                                                                                                     | 

Total  Applicants 
Numtaer  Hired 
Percent  Hired 

3 

3 

0 

0 

0 

0 

0 

0 

3 

0 

0 

1 

1 

0 

0 

0 

0 

0 

0 

1 

0 

0 

33% 

33% 

0% 

0% 

0% 

0% 

0% 

0% 

33% 

0% 

0% 

Adverse  Impact 
PHOFESSIONALS 

S/l 

S/l 

S^i 

&1 

Total  Applicants 

158 

148 

3 

0 

1 

1 

5 

0 

104 

54 

0 

Number  Hired 
Percent  Hired 

54 

48 

1 

0 

0 

0 

5 

0 

32 

18 

4 

34% 

32% 

33% 

0% 

0% 

0% 

100% 

0% 

31% 

33% 

0% 

Adverse  Impact 

NO 

S/I 

S'l 

s/\ 

s/\ 

NO 

NO 

S/\ 

TECHNIQANS                                                                                                                                                                                                       1 

Total  Applicants 

95 

91 

4 

0 

0 

0 

0 

0 

58 

37 

'     1 

Numiaer  Hired 

37 

34 

1 

0 

0 

0 

2 

0 

20 

15 

u 

Percent  Hired 

39% 

37% 

25% 

0% 

0% 

0% 

0% 

0% 

34% 

41% 

^ 

Adverse  Impact 

S/\ 

Sl\ 

NO 

NO 

sP 

PROTECTIVE  SERVICES 

Total  Applicants 

46 

43 

1 

2 

0 

0 

0 

0 

40 

6 

0 

Number  Hired 

5 

5 

0 

0 

0 

0 

0 

0 

4 

1 

0 

Percent  Hired 

11% 

12% 

0% 

0% 

0% 

0% 

0% 

0% 

10% 

17% 

0% 

Adverse  Impact 

NO 

S^l 

s/l 

s/l 

YES 

NO 

s/\ 

OFRCE/CLERICAL                                                                                                                                                                                      | 

Total  Applicants 
Number  Hired 

8 

8 

0 

0 

0 

0 

0 

0 

5 

3 

0 

7 

7 

0 

0 

0 

0 

0 

0 

4 

3 

0 

Percent  Hired 

88% 

88% 

0% 

0% 

0% 

0% 

100% 

0% 

80% 

100% 

0% 

Adverse  Impact 
SKILLED  CRAFT 

NO 

S'l 

s/l 

NO 

S/l 

s/l 

Total  Applicants 

183 

172 

11 

0 

0 

0 

0 

0 

179 

4 

0 

Number  Hired 

38 

37 

1 

0 

0 

0 

0 

0 

35 

3 

0 

Percent  Hired 

21% 

22% 

9% 

0% 

0% 

0% 

0% 

0% 

20% 

75% 

0% 

Adverse  Impact 
SERVICE  MAINTEN 

YES 

NO 

NO 

NO 

s/l 

YES 

S/l 

s/l 

ANCE 

■m 

Total  Applicants 
Number  Hired 

0 

O^HB 

■■■r  Q 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

Percent  Hired 
Adverse  It ipa;! 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

^^^^^ 

^^^^ 

^^^ 
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EXTERNAL  APPLICANT  FLOW  -  2005 

There  were  804  external  applications  received  during  2005.  Female  applicants 
represented  28%  of  the  applicants  and  Native  Americans  represented  2%  of  the 
applicants. 

Adverse  impact  analysis  indicated  that  Native  American  applicants  were 
generally  hired  in  a  greater  ratio  than  non-Native  American  applicants  are  the 
only  exception  being  the  Technician  classification.  Review  of  selection  criteria  in 
the  Technician  series  indicated  that  Native  Americans  did  not  show  up  for  the 
testing  process  or  that  they  failed  some  of  the  testing  criteria.  A  closer  review  of 
the  testing  criteria  indicated  all  tests  were  job  related  and  did  not  contain  artificial 
barriers  for  Native  American  applicants. 

The  number  of  applicants  continues  to  decrease  despite  increased  recruitment 
efforts  (see  the  first  page  of  the  Internal  Section  of  this  report).  Discussions  with 
Tribal  Employment  Rights  Officers  indicate  than  wages  paid  by  State  government 
are  not  high  enough  to  sustain  an  Indian  family  away  from  the  reservations. 
Action  items  carried  forward  into  2006  will  explore  this  issue  further. 

Preliminary  statistical  analysis  relative  to  hiring  of  females  indicates  that  adverse 
impact  in  the  Technician,  Protective  Services  and  Skilled  Craft  categories  may 
have  occurred.  Review  of  selection  criteria  indicated  that  females  dropped  out  of 
the  selection  process  because  they  failed  to  meet  minimum  qualifications  or 
because  they  failed  at  some  point  in  the  testing  process.  Review  of  selection 
processes  indicated  that  testing  instruments  were  job  related  and  did  not  appear 
to  contain  questions  that  would  be  artificial  barriers  for  women. 

NOTE:    Because  of  Oracle  upgrades,  the  database  holding  applicant  flow  data 
was  corrupted.  MDT  did  not  become  aware  of  the  database  failure  until  final 
reports  were  being  prepared  for  the  2005-2006  Affirmative  Action  Plan.  MDT  is 
not  certain  that  applicant  flow  statistics  are  100%  accurate  for  this  report. 

Review  of  applicant  flow  data  for  the  previous  two  years  indicated  similar  patterns 
in  the  number  of  minority/female  applicants  and  failures. 

MDT  is  currently  testing  a  new  database  and  it  is  anticipated  that  this  software 
will  be  acceptable,  thereby  providing  accurate  information  for  the  2006-2007  AAP. 
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MONTANA  DEPARTMENT  OF  TRANSPORTATION 

Civil  Rights  Bureau 

01-Jan-05      through      30-Nov-05 

Agency  Wide      External      All  Divisions 


EEC  CATEGORY 

TOTAL 

CAUCASIAN 

NATIVE 
AMERICAN 

H 

ASIAN 

BLACK 

UN 
KWN 

OTHER 

M 

F 

UN 
KWN 

OFFICALS/ADMINSTRA 

TORS 

Total  Applicants 

13 

..ai 

■■P 

0 

0 

0 

VHP  0 

7 

6 

0 

Number  Hired 

1 

1 

0 

0 

0 

0 

0 

0 

0 

1 

0 

Percent  Hired 

8% 

9% 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

17% 

0% 

Adverse  Impact 

NO 

S/l 

s/l 

NO 

s/l 

PROFESSIONALS 

Total  Applicants 

386 

370 

4 

0 

3 

1 

8 

0 

292 

94 

0 

Number  Hired 

22 

20 

1 

0 

0 

0 

1 

0 

15 

6 

4 

Percent  Hired 

6% 

5% 

25% 

0% 

0% 

0% 

13% 

0% 

5% 

6% 

0% 

Adverse  Impact 

NO 

NO 

S/l 

s/l 

YES 

NO 

NO 

s/l 

TECHNICIANS 

m 

^nHK 

Total  Applicants 

144 

119 

5 

1 

0 

0 

18l 

^v 

72 

72 

0 

Number  Hired 

33 

32 

0 

0 

0 

0 

0 

1 

23 

10 

2 

Percent  Hired 

23% 

27% 

0% 

0% 

0% 

0% 

0% 

100% 

32% 

14% 

0% 

Adverse  Impact 

NO 

NO 

s/l 

s/l 

NO 

YES 

s/l 

PROTECTIVE  SERVICES 

Total  Applicants 

179 

172 

3 

1 

0 

0 

3 

0 

155 

24 

0 

Number  Hired 

13 

12 

1 

0 

0 

0 

0 

0 

12 

1 

0 

Percent  Hired 

7% 

7% 

33% 

0% 

0% 

0% 

0% 

0% 

8% 

4% 

0% 

Adverse  Impact 

NO 

NO 

s/l 

s/l 

NO 

YES 

s/l 

OFRCE/CLERICAL 

Ji 

HHH.H. 

Total  Applicants 

26 

24         1 

H^V 

0 

0 

0 

0 

1 

1 

25 

0 

Number  Hired 

5 

2 

1 

0 

0 

0 

0 

1 

1 

3 

0 

Percent  Hired 

19% 

8% 

100% 

0% 

0% 

0% 

0% 

100% 

100% 

12% 

0% 

Adverse  Impact 

NO 

s/l 

s/l 

NO 

YES 

s/l 

SKILLED  CRAFT 

Total  Applicants 

56 

56 

0 

0 

0 

0 

0 

0 

52 

4 

0 

Number  Hired 

29 

29 

0 

0 

0 

0 

0 

0 

28 

1 

0 

HHI  Percent  Hired 

52% 

52% 

0% 

0% 

0% 

0% 

0% 

0% 

54% 

25% 

0% 

No  Service  Maintenance  Vacancies 


H  =  Hispanic 
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ACTION  ITEMS  PLANNED  FOR  CALENDAR  YEAR  2006 

Action  Item  2006-1: 

Background  -Applications  from  members  of  minority  groups  for  externally 
advertised  positions  have  continued  to  diminish  over  the  past  five  years,  which 
has  resulted  in  few  minority  group  persons,  particularly  Native  Americans 
entering  MDT's  workforce.  Some  Districts/Divisions  have  managed  to  retain 
minority  group  workers  while  others  have  not. 

Action  To  Be  Tal(en: 

1 .  Identify  available  spokespersons  or  advocacy  groups  for  minority  group 
populations  and  qualified  women  in  each  District. 

Responsible  Official:  CRB  Bureau  staff  and  District  Human  Resource 
Specialists  will  identify  available  spokespersons  or  advocacy  groups. 

Target  Dates:  Identification  must  be  well  underway  by  June  1 ,  2006. 
Recruitment  efforts  should  continue  throughout  year. 

2.  Establish,  coordinate  and  implement  a  visitation  schedule  with  all  identified 
referral  sources  at  District  level.  Visit  should  include  but  not  be  limited  to 
discussions  concerning  peak  employment  times  for  district,  anticipated 
employment  opportunities,  identification  of  referral  sources  needs  that  MDT  may 
be  able  to  accommodate  such  as  training,  workshops,  etc. 

Responsible  Official:  CRB  Bureau  staff  person  and  District  Human  Resource 
Specialists 

Target  Dates:  Throughout  year  but  with  emphasis  on  hiring  for  construction 
season  as  necessary  in  each  District  and  headquarters. 
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MONTANA  2000  CENSUS  DATA 

ETHNICITY 

POPULATION 

PERCENTAGE 

TOTAL 
902,195 

WHITE 

831,364 

90.6% 

BLACK 

2,752 

.3%                        ' 

NATIVE  AMERICAN 

56,892 

6.2% 

ASIAN  AMERICAN 

4,588 

.5% 

HISPANIC 

18,352 

2% 
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EMPLOYMENT  GOALS 


2000  CENSUS  AVAILABILITY  DATA 

Occupational 
Group 

MDT  Workforce 

Available 
Labor 
Force 

Under_ 
Represented 

# 

Needed  for 

Parity 

Total 

Females 

Minority 

Female 

Minority 

Female 

Minority 

Female 

Minority 

Officials  / 
Adminstrators 

21 

3 

0 

27.4% 

5.0% 

YES 

YES 

3 

1 

14.0% 

0.0% 

Professionals 

877 

195 

25 

24.5% 

5.5% 

NO 

YES 

0 

25 

22.0% 

2.9% 

Technicians 

221 

104 

10 

44.1% 

7.3% 

NO 

YES 

0 

6 

47.0% 

4.5% 

Protective 
Services 

83 

8% 

2 

10.0% 

7.6% 

NO 

YES 

0 

6 

9.6% 

2.4% 

Office  /  Clerical 

26 

25 

5 

74.0% 

7.0% 

NO 

YES 

0 

0 

96.0% 

19.2% 

Skilled 
Craft 

707 

21 

34 

3.5% 

7.9% 

NO 

YES 

3 

22 

3.0% 

48.0% 

Service  / 
Maintenance 

55 

7 

1 

14.7% 

7.1% 

YES 

YES 

1 

3 

12.7% 

1 .8% 

A I  =  American  Indians 


H  =  Hispanic 


NOTE:  Montana's  population  figures  for  Black  and  Asian  Americans  are  only  .3%  and  .6% 
respectively.  It  is  unreasonable  to  attempt  to  establisli  any  meaningful  goals.  When  MDT 
employs  Black  or  Asian  American  persons,  those  statistics  will  be  included  in  our  statistical 

database 
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MONTANA  DEPARTMENT  OF  TRANSPORTATION 

TRAINING  ANALYSIS 

NOVEMBER  15,  2004  -  NOVEMBER  15,  2005 


JOB  CATEGORY 


ALL 


BLACK 
M  F 


HISPANIC 
M  F 


NATIVE 

AMERICAN 

M  F 


ASIAN 

AMERICAN 

M  F 


NON 
MINORITY 
M  F 


OFFICIALS/ ADMINISTRATORS 


#  OF  EMPLOYEES 

#  OF  HOURS 

%  OF  EMPLOYEES 

196 

0 

0 

1 

0 

2 

1 

1 

0 

173 

18 

5302.00 

0.00 

0.00 

11.00 

0.00 

44.50 

24.00 

59.00 

0.00 

4555.50 

608.50 

0.00 

0.00 

.51 

0.00 

1.02 

.51 

.51 

0.00 

88.27 

9.18 

PROFESSIONALS 


#  OF  EMPLOYEES 

#  OF  HOURS 

%  OF  EMPLOYEES 

569 

0 

0 

1 

1 

9 

3 

4 

0 

400 

151 

17086.50 

0.00 

0.00 

2.00 

21.00 

301.00 

63.00 

80.00 

0.00 

12849.00 

3770.50 

0.00 

0.00 

0.18 

0.18 

1.58 

0.53 

0.70 

0.00 

70.30 

26.54 

TECHNICIANS 


#  OF  EMPLOYEES 

#  OF  HOURS 

%  OF  EMPLOYEES 

190 

0 

0 

1 

0 

4 

1 

0 

2 

101 

81 

4898.00 

0.00 

0.00 

58.00 

0.00 

140.50 

45.00 

0.00 

77.00 

3043.00 

1 534.50 

0.00 

0.00 

.53 

0.00 

2.11 

.53 

0.00 

1.05 

53.16 

42.^ 

PROTECTIVE  SERVICES 


#  OF  EMPLOYEES 

#  OF  HOURS 

%  OF  EMPLOYEES 

78 

0 

0 

1 

0 

0 

0 

1 

0 

68 

8 

2725.00 

0.00 

0.00 

31.50 

0.00 

0.00 

0.00 

24.50 

0.00 

2242.00 

427.00 

0.00 

0.00 

1.28 

0.00 

0.00 

0.00 

1.28 

0.00 

87.18 

10.26 

OFFICE/CLERICAL 


#  OF  EMPLOYEES 

#  OF  HOURS 

%  OF  EMPLOYEES 

24 

0 

0 

0 

2 

0 

2 

0 

0 

4 

16 

228.50 

0.00 

0.00 

0.00 

22.50 

0.00 

44.00 

0.00 

0.00 

8.0 

154.00 

0.00 

0.00 

0.00 

8.33 

0.00 

8.33 

0.00 

0.00 

16.67 

66.67 

SKILLED  CRAFT 


#  OF  EMPLOYEES 

# OF  HOURS 

%  OF  EMPLOYEES 

631 

2 

0 

1 

0 

29 

1 

1 

0 

579 

18 

12251.00 

11.50 

0.00 

66.00 

0.00 

496.00 

2.00 

11.50 

0.00 

10936.50 

727.50 

0.32 

0.00 

0.16 

0.00 

4.60 

0.16 

0.16 

0.00 

91.76 

2.85 

SERVICE  MAINTENANCE 


#  OF  EMPLOYEES 

#0F  HOURS 

%  OF  EMPLOYEES 

50 

0 

0 

0 

0 

0 

0 

1 

0 

43 

6 

622.00 

0.00 

0.00 

0.00 

0.00 

0.00 

0.00 

2.00 

0.00 

551.00 

69.00 

0.00 

0.00 

0.00 

0.00 

0.00 

0.00 

2.00 

0.00 

86.00 

12.00 

AGENCY  TOTALS 


#  OF  EMPLOYEES 

#  OF  HOURS 

%  OF  EMPLOYEES 

1738 

2 

0 

5 

3 

44 

8 

8 

2 

1368 

298 

43113.50 

11.50 

0.00 

168.50 

43.50 

982.00 

178.00 

177.00 

77.00 

34185.00 

7291 .00 

0.12 

0.00 

0.29 

0.17 

2.53 

0.46 

0.46 

0.12 

78.71 

17.15 
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MONTANA  DEPARTMENT  OF  TRANSPORTATION 
SEPARATION  TOTALS 
11/16/04  THRU  11/15/05 


- 

1 

ALL 

MALE 

1 

FEMALE 

1   EMPLOYEES 

NATIVE    1 

NATIVE 

EEO  CATEGORY 

1   M 

F 

TOTAL  1  WHITE 

BLACK 

SPANISH 

ASIAN 

AMERICAN  1  WHITE 

BLACK 

SPANISH 

ASIAN 

AMERICAN 

OFFICIALS/ADMINISTRATORS 

1   9 

1 

10 

1   9 

0 

0 

0 

0 

1   1 

0 

0 

0 

0 

PROFESSIONALS 

1116 

41 

157 

1113 
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Human  Resource  Division 
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EQUAL  EMPLOYMENT  OPPORTUNITY  POLICY 

The  Montana  Department  of  Transportation  is  an  equal  opportunity  employer.  No 
person  will  be  denied  employment  or  otherwise  be  subject,  in  any  term  or 
condition  of  employment  to  discrimination  based  on  sex  (including  sexual 
harassment),  race,  color,  creed,  religion,  national  origin,  age,  disability,  marital 
status  or  political  beliefs. 


MDT  will  take  affirmative  action  to  equalize  employment  opportunities  at  all  levels 
of  Agency  operations  where  there  is  evidence  there  have  been  barriers  to 
employment  for  those  groups  of  people  who  have  traditionally  been  denied  equal 
employment  opportunity. 


All  MDT  employees  are  protected  from  retaliation  for  lawfully  opposing  any 
discriminatory  practice,  including  filing  an  internal  complaint,  the  filing  of  a  union 
grievance,  and  the  initiation  of  an  external  administrative  or  legal  proceeding  or 
testifying  in  or  participating  in  any  of  the  above  mentioned  activities. 


AMERICANS  WITH  DISABILITIES  ACT  POLICY 

The  Montana  Department  of  Transportation  shall  not  discriminate  against  a 
qualified  individual  with  a  disability  in  regard  to  job  application  procedures,  hiring, 
advancement,  or  discharge  of  employees,  employee  compensation,  job  training, 
and  other  terms,  conditions  and  privileges  of  employment 
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MDT  SEXUAL  HARASSMENT  POLICY 


It  is  the  policy  of  the  State  of  Montana  that  all  employees  have  a  right  to  work  in  an  environment  free  from 
all  forms  of  discrimination,  including  sexual  harassment. 

It  should  be  understood  that  sexual  harassment  is  against  the  law  and  the  State  of  Montana  is  committed 
to  the  prevention  of  all  forms  of  sexual  harassment  in  the  work  place.  In  addition,  the  State  of  Montana 
prohibits  retaliation  against  any  employee  because  he  or  she  has  made  a  report  of  alleged  sexual 
harassment  or  against  any  employee,  who  has  testified,  assisted,  or  participated  in  any  manner  in  an 
investigation  of  a  report. 

Sexual  harassment  is  generally  defined  as  unwelcome  sexual  advances,  requests  for  favors  and  other 
verbal,  physical  and/or  visual  contact  of  a  sexual  nature  when: 

Submission  is  made  either  explicitly  or  implicitly  a  term  or  condition  of  an  individuals  employment. 
Submission  or  rejection  by  an  employee  is  used  as  a  basis  for  employment  decisions  affecting  the 
employee.  Such  conduct  has  the  purpose  or  effect  of  unreasonably  interfering  with  an  employees 
work  performance  or  creates  an  intimidating,  hostile  or  otherwise  offensive  work  environment. 

The  following  are  examples  of  sexual  harassment: 

•  Sexual  advances  which  are  unwanted  (this  may  include  situations  which  began  as  reciprocal 
attractions,  but  later  ceased  to  be  reciprocal) 

•  Sexual  gestures 

•  Displaying  sexually  suggestive  objects,  pictures,  cartoons  or  posters. 

•  Verbal  abuse  of  a  sexual  nature,  sexually  oriented 

•  Employment  benefits  affected  in  exchange  for  sexual  favors  (may  include  situations  where  a  third  party 
is  treated  less  favorably  because  others  have  agreed  to  sexual  advances). 

•  Physical  conduct  such  as  assault,  attempted  rape,  impeding  or  blocking  movement,  or  touching. 
Women  or  men  in  nontraditional  work  environments  may  also  be  subject  to  hazing  (this 

may  include  being  dared  or  asked  to  perform  unsafe  work  practices). 

You  should  report  sexual  harassment  as  soon  as  possible  after  the  incident  or  action  occurs.  Early 
reporting  is  encouraged,  because  management's  ability  to  investigate  and  act  on  reports  diminishes 
with  time. 

If  you  feel  you  are  being  sexually  harassed,  do  not  keep  it  to  yourself,  take  the  following  steps: 

•  Inform  the  individual  that  his/her  behavior  is  unwelcome,  offensive  or  inappropriate.  Do  not  assume  or 
hope  that  the  problem  will  go  away. 

•  If  you  unable  to  confront  the  harasser  or  the  harassment  continues,  notify  your  supervisor,  the  first  level 
supervisor  who  is  not  involved  in  the  alleged  harassment,  or  your  department's  EEO  officer. 

•  Request  a  copy  of  your  department's  sexual  harassment  prevention  policy.  Reporting  procedures  are 
included  in  the  policy. 

•  Keep  notes.  Keep  a  record  of  the  dates,  times,  places,  witnesses  and  describe  each  incident.  Save  all 
notes,  correspondence  or  related  records  in  a  safe  place. 

If  you  are  considering  reporting  a  complaint,  you  can: 

•  Use  the  MDT  complaint  procedures  posted  in  your  work  area  or  by  calling  your  EEO  representative. 

•  File  a  complaint  with  the  Human  Rights  Bureau.  Complaints  with  the  Human  Rights  Bureau  will  be 
accepted  within  180  days  of  the  act,  or  an  extended 

120  days  if  you  are  using  an  internal  complaint  procedure . 

If  you  are  not  personally  a  victim  of  sexual  harassment,  but  observe  actions  against  other  employees,  which 
you  believe  to  be  harassment,  you  are  encouraged  to  bnng  it  to  the  attention  of  your  EEO  officer. 
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MDT  attempts  to  provide  accommodations  for  any  known  disability  that  may  interfere  with  a  person 
participating  in  any  service,  program  or  activity  of  the  Dept. 

Alternative  accessible  formats  of  this  information  will  be  provided  upon  request. 

For  further  information  call  (406)  444-6331  or  TTY  (800)  335-7592,  or  by  calling  Montana  Relay  at  711 
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Civil  Rights  Bureau 

Montana  Department  of  Transportation 

2701  Prospect  Avenue 

PO  Box  201001 
Helena,  MT  59620-1001 
(406)  444-6331  Phone 
(406)  444-7685  FAX 
(406)  444-7696  TTY 
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150  copies  of  this  booklet  were  produced  at  an  estimated  cost  of  $.85  each,  for  a 
total  of  $127.00. 


